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The Importance of Coaching

In one US study, research

PDQDJHUVY DQG HPSOR\HHV GHILQH
WKHLU ZRUN JRXUQLHYV
indicates that teachers

Simple ways to test
Assessment Corne e
need close to fifty hours

of CPD in a given area to : RUWG: HE«
improve their skills and
their students' learning

A Word Web is a list of words written up randomly on geboard

(Darling-Hammond and that requires students to explain how each word is linked the
others, 2009). rest of the list using information covered in the session.

The Anneberg Report To run a word web:

(2004), a highly X At the start of a lesson, write a list of key vocabulaterms in
influential US report on one corner of the wipeboard

coaching, stated that
coaching:

XIncreases collaboration
XIncreases reflection
XImproves use of data

X Tick the words off as you discuss these in class
X At the end of the lesson, put the words up randomly across
the full length of the wipeboard, with the topic in #acentre
X Nominate students to explain how particular words are kad

with each other, and ask them to describe thetrength of the
XPromotes accountability association using information from the lesson (the teache
X Stimulates change indicates this by drawing in a thick/thin joining line)

www.newbubbles.com
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Best Practice?

We are delighted to welcome
back Professor Frank

Coffield to the 2015
Newbubbles National Further
Education Conference.

NEWBUBBLES

! 5% off

20th Jan 2015

In an era of recipes and

*exc. VAT blueprints for outstanding
S teaching and learning, Frank
Thistle Hotel, London Heathrow &RIILHOG-V NH\QRWH H
Teachers as Powerful,
Thursday 26 March 2015 A 2P DL 2K
and his workshop theme:

-V 1R 6XEK 7KLQ
DV

_ TKHUH
$ FRQIHUHQFH GHGLFDWHG WR FUHDWL Y kW \3 ustarfvbreid

DVSLUDWLRQ DQG OHDUQHU HPSRZHU P B e

debate.

The list of speakers at the
Newbubbles 2015 National
QbhreWée is fast becoming

D :KR:V :KR LQ )XUWKH
Education.

Too Much Prescription?

Many learners in further education come through
schooling feeling let down by a system that focuse
KHDYLO\ RQ PHDVXUHPHQW DQ
education worth something more than simply
1SDVVLQJ D WHVW."

Rushanara Ali MP

Rushanara Ali is the MP for Bethnal Green & Bow
DQG WKH /DERXU 3DUW\-V 6KDGR Z
Education. With the conference poised irresistibly
five weeks before the General Election, this is a
unique opportunity to find out more about the

/DERXU 3DUW\-V SODQV IRU )XUWKHUT(ELMDwWLRQ h“’

Educating for What Purpose? This year, speakers include:

Further Education is simply about getting learners X Geoff Petty(see above)
LQWR MREV LVQ-W LW" 2U LV LW PRRIY FisahpiBzQ) W KL\

musician who discovers the beauty of a piece of X ODULQD *DJH +0, 2)67("
music for the first time, how can teachers create gesplzltl‘é)')'recm’ for Learning
lasting, meaningful learning experiences? % @ Rl Bl i)

. Stokeon-Trent College)
PI‘OfeSSOI‘ RObert W|nSt0n X Andy Green (Deputy Principal

for Chichester College)

Celebrated TV scientist and educator Robert
. .. R . X Dr John Lea (Canterbury
Winston joins the conference this year to discuss Christ Church College)
i , : ' his incredible ability to engage learners with the X Dr Jean Kelly (CEO, Institute
Professor Robert Winston most complicated scientific ideas. for Learning)

visit us at www.newbubbles.com



A Newbubbles Public ation

THE FE TOGHES Page 3

COACHING VS MENTORING WV QRWS0 $57

by A SMART goals have occupied
the language of managers,
coaches and teachers for
some 30 years, when the
SMART acronym first came
to prominence in the 1981
publication ofManagement
Review.However, more
recently, some experts have
questioned their use in
motivated goal-setting.

In hisbook 1+ XQGUHG
3 H U F H @2008i) LMéark
Murphy, CEO of Leadership
1Q, reports on a study of
4,182 US employees from
397 companies and found
that just 15 percent of those
surveyed strongly agreed
' that their goals would help
LITHUHQFHV %HWZHHQ &RDFKLQJ DQG OHQWRUL Qg o e o things.
Only 13 percent of workers
strongly agreed that their
goals would help them
maximize their full potential.

-

/Q\UQStI()ﬂ eflect ‘?%
P
5//- Fe ac)

Learn

Coaching: A method of directing, instructing and training a person group of people with
the aim to enhance performance, achieve some goal or develop sife skills. The coach
advises the person on how to tackle and perform a particultask by providing feedback

and setting targets that enable the task to be completed eftively.

Mentorina: A relati hio bet . d ¢ dal . d The results of this and
entoring: A relationship between a more experienced mentor and a lessperience similar studies suggest that

PHQWHH ZLWK WKH DLP RI VXSSRUW L QV R\QKCH ODHM B B SR\MRRIZRWLGHHs R G SH
ZRUN 7KH PHQWRU LV QRW QRUPDOO\ RWR QH/ ROHHIG MR W\bficdme WKH P H

impartial and non-judgemental within that relationship. often lack sufficient

Coaching

Coaching is usually focused
professional dialogue designed
to aid the coachee in developing
specific professional skills to
enhance their teaching repertoire.

For teachers it often supports
experimentation with new
classroom strategies.

Coaches are not normally in
positions of line management in
relation to their coachee.

Coaching for enhancing teaching
and leamning is not normally explicitly
linked to a career transition.

The focus of the coaching is usually
selected by the coachee and the
process provides opportunities for
reflection and problem solving for
both coach and coachee.

Mentoring

Mentoring usually takes place at

significant career events, such as
to support induction or taking on
new professional roles.

It has an element of ‘gatekeeping’,
and the mentor is almost always
someone more senior in the
organisation.

There is often an organisational
motive for the process; for example
succession planning.

In some cases thereis a
requirement that the mentor
provides documentary evidence
of the mentoring process and

its outcomes; for example
demonstrating that the participant
in mentoring has met certain
competencies.

CfBT Education Trust, 2010

visit us at www.newbubbles.com

challenge and fail to connect

the person emotionally with

their goalto-be-achieved.

The Leadership 1Q study

found that there was no

statistical correlation

between SMART goal-setting

and employees achieving
fJUHDW WKLQJV:- LQ W
organisation.

Murphy proposes a new goal-
setting process called HARD
goals. HARD goals are:

X Heartfelt 3 My goals will
enrich the lives of somebody
besides me 3customers, the
community, etc.

X Animated 3 | can vividly
picture how great it will feel
when | achieve my goals.

X Required 3 My goals are
absolutely necessary to help

PH« OLIH JRDO FRPSDQ

X Difficult 3 | will have to learn
new skills and leave my
comfort zone to achieve my
assigned goals for this year.

The best performers are
those which are focused on
the process of achieving the
goals, not simply the final
outcome, and that is the
error of SMART goal-setting.

(Murply, 2009)
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COACHING AND PERFORMANCE

; : David Clutterbuck, at the 2014
Q)aChmg Skills Newbubbles National
Conference, suggested that
organisations wanting to embed
Actively coaching into their culture

Listen needed to adopt the following
elements:

Coaching Frameworks

X Everyone learns at least the
basics of coaching

A gOOd X Everyone learns how tbe

coach is coached
g Ask X Learning about coachin
d ble tO. Questions 9 . g
takes place over time, with
opportunities to experiment
and practise

Use X Everyone may be coached by

Intuition anyone (including the leader/
manager)

X Organisations provide time

Coaching & Cultures: The more top-down and Dewveloping Coaching Expertise: Expert coaches

o . . . ] for staff to reflect together
prescriptive the coaching framework, the less excel at these skills. Embedding a coaching ) N
likely that individuals will embed the lessons culture means that every coach must do these X Therﬁ 'T’ a.polsmve
learned from coaching (Adair, 2003) things well. Time for training coaches is essential! psychological contract

(relationship) between
organisation and staff

&RDFKLQJ IRU %HWWHU 3HUIRUPDQFH 'RLQJ WiKH SLIKW, 7KLQJ

Ferdinand Fournies (2000) claims that coaching for better performance starts with diag rl]J Ssm;(nl{l _Scfagh_n%QORldUbi DQLVE
. . : . L inv i ing wou

the right things. Consider the following three management aati® to improve an more likely if there was:

HPSOR\HH:-V ZRUN SHUIRUPDQFH

X Offer bigger incentives to motivate the employee to workicker and smarter X An influential head of

coaching and mentoring

X Ask the employee to do more than they actually can to raigeir level of work output X Continued top level backing
X Threaten the employee until they change their behaviow ineet the desired work standard. X Links to HR systems

. S . . . developmental priorities (e.g.
None of these actions will significantly improve performande the longer-term (Fournies, div\érsig,) and CB;tO:T:er 9
2000), so why do managers persist with them? Effective cdaing starts by identifying: responses

X What performance the employee needs to improve X Opporturities for continuous
development of internal

X The steps showindhow the employee can improve coaches/ mentors and levels
of qualification

Point 1: For a manager to state that performance is below standarthey should have: (@) a  x \easurement of relationship

clear definition of what performance is expected; and (B)precise measurement of the gap quality and coaching/

between current performance and expected performanda gap analysis). mentoring behaviours as well
q . as outcomes
Point 2:If a manager cannot tell an employee how to change their performantemeet the

desired performance goal, then simply highlighting the problemnist going to be enough to ~ T° implement a coaching
change the problem. A manager or coach should also havemactical planfor how g”"“re' Cliierlick suggesisia

. year plan which includes:
performance can be changeda step by step analysis).

&RDFKLQJ ZLWK 3UHFLVLRQ

Employees typically criticise coaches who therefore: 1/waot define precisely the
performance they are looking for; and 2/ cannot articulate thsteps, approaches or
strategies that will enable the employee to make the desired chge to their performance. X An engagement strategy for

There are many examples in FE where such precision is ofterssimg: for example, the staff

observer unable to confirm how a lesson could achieve gradedlmanager asking a tutor to X A model of sustainable skills

EH D EHWWHU WHDP SOD\HU:- RHJ- BV IOHIDW @& M Y DD VANH. GV WRIGEPISMI®RY 3UHFLVL

is the key to successful coaching, and can be represented as: X Supporting coaching and
mentoring behaviours

X Changing systems as well as

X Setting up a steering group
X Proposing a vision
X Leaders as role models

Criteria

WHAT + HOW mmmm) BEHAVIOUR CHANGE people
Precision X Using internal and external
However, if the coachee is resistant to your proposedtam, you may need to consider the SIS TCSRlICES
1SODQWLQ .hdeé(Hh ANpaEe: X Measuring the progress

visit us at www.newbubbles.com


https://www.google.co.uk/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&docid=6-Wg2raOTuqyWM&tbnid=ybL8a1IhVcQzPM:&ved=0CAUQjRw&url=https%3A%2F%2Fteaching.unsw.edu.au%2Faligning-assessment-learning-outcomes&ei=FMtnU8fHKMaM7QaspIDAAQ&bvm=bv.657

A Newbubbles Public ation

Page 5

THE FE TOCGC

COACHING TECHNIQUES: THE GROW MODEL

The GROW model was developed 8i John Whitmore in the 1980s and is a popular
coaching tool used by managers to structure a coaching consation.

B oMY WH6HHG

Based on Ferdinand Fournies
FRQFHSW RI TWKRXJ

GROW MODEL

GOAL

REALITY

Aim: Assessment:

Set long-term aim Invite a self-

if appropriate assessment from
coachee

Examples:
Offer specific
examples of
feedback

Objective:
Agree specific
objective of
coaching session

Assumptions:
Avoid or check
assumptions

Topic:
Agree topic of
discussion

OPTIONS

Range:
Cover the full
range of options

Suggestions:
Invite suggestions
from the coachee
Offer suggestions
carefully

Choices:
Ensure a choice or
choices are made

WILL*

Action:

Commit to action
(by rating on a 1-
10scale of
likelihood)
Obstacles:
Identify possible
obstacles and how
to overcome them
Agree support

Milestones:
Make steps
specific and define

Discard irrelevant
history or
biography

timeframes

"Sometimes known os
‘Wrap-Up' or 'Way Forward”

Goal: Possibly the most important of the stages in the success otaaching conversation

(Adair, 2003). What is the desired outcome? It must bgscific, measurable, think SMART.

Key Questions:: What do you want to achieve?

What is important to you now?

On what areas or issue do you want to
work?

Describe your perfect world.

How will you know when this goal is
achieved?

© © O O ©
© © ©o ©

Reality:

What is your ultimate, long-term goal?

What steps can you identify that will be essential to
achieving your long-term goal?

What would you like to get out of the next 60
minutes?

What will make you feel this time has been well
spent?

What is the current situation? What is stopping the goal frobeing reached? Check

assumptions and incompatible beliefs.

Key Questions:: Where are you now with your goal? 9
On a scale of 1 to 10 where are you? 9
What is working well?

What has contributed to your success 9
so far?

What progress have you made so far? 9

© © © oo

Options: What possible ways are there available to the person to achieveir goal. Try not

What skills, knowledge and attributes do you have?
Does this goal conflict with anything else you are
doing?

What is required of you?

What can you control?

What deadlines do you have?

WUDQVPLVVLRQ-

BOUDI WHEHHGIS a
persuasion technique -where
you need to persuade others
(who may not be open to
advice) that a particular idea or
course of action should be
carried out. Itis atechnique
that offers significant benefit to
coaches and mentors.

But instead of telling the person
what to do 3 which can invoke
a blunt or resistant response -
\RX fHQFRXUDJH:- WKHP V
up with YOUR idea through a
careful choice of words or
questions (planting the seed).
The result is that your idea is
carried through and the other
person thinks it was their idea.
Perfect!

Communication is more than
transmission2 LI LW ZDVQ -W
people would give you back the

ZRUG \RX VDLG %XW WK
they give back somethings a

result of what you said.

The worst thing you can do if
you want to introduce a new
idea for adoption is to provide
all of the information, because
however hard people listen,
their minds will be prompted to
think of something else
Thereforesuccessful
communication is about
thought transmission 2 putting
WKRXJKWYVY LQWR RWKHU
heads. If you have an idea you

WR YfJLYH: WKH FRDFKHH LGHDV RR WRH B R AMIKIGXEIENdHO X k wish to communicate, you must

Key Questions::

9  What are your options? 9

9  How have you tackled this or a similar 9
situation in the past?

9  What could you do differently? 9

9  Who else has encountered a similar
situation? 9

9

Which option feels right to you?

If anything was possible what would you do?
What could you do if you had more time, money,
freedom?

If this constraint was removed, would it change
things?

What do you need to stop doing to achieve this
goal?

Wl The final stage of the conversation where you asking the coacheectummit to a

FRXUVH RI DFWLRQ 5DWLQBDIRE WY XYW IR® MV RSWLR Q\ involved is tomake sounds

tend not be completed!

Key Questions:: ) )
Which option works best for you? 9

9  What is your next step? Write it down. 9
9  What actions will you take? 9
9  When are you going to start?

9  How will you make sure that you do it? 9

Adapted from Duncan Haughey at ProjectSmart.co.uk

Who will help and support you? When?

How will you know you have been successful?
On a scale of 1 to 10 how committed are you to
taking the agreed actions?

What will you do to get this closer to a 10?
When shall we meet again to check progress?

visit us at www.newbubbles.com

say or do something that will

cause that idea to appear in the
RWKHU:-V KHDG DV D UHD
what you said or did.

In situations where you want

staff involvement, the only way

to know that staff really are

IORZ
come out of their mouths not

have them simply listen to what

you want to tell them. How do

you do this?You ask questions

the answer to which, is what

you want to tell them!
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PLANNING FOR CHANGE

" 7TKHIUHDIMWNEDQIHUIQ WP HVR

turbulence is not the turbulence 2
WV \R DRWZ D\ HMUED -V GIJIE

Peter Drucker

PROFITS 5ALES

o =S
“What if we don’t change at all ...
and something magical just happens?”

MANAGING CHANGE

Managers need to know how to manage change. Change creates uncertainty and
anxiety and needs to implemented in a controlled and planned manner.

Prochaska & DiClemente (1986) produced a five-

stage model to give managers a process far manaaging

change effectively.

This madel recagnises that change must be
approached in stages. It acknowledges that
people’s disposition towards change, and their
feelings about coping with chanage, need to be
factored into change planning. In each stage,
certain attitudes are prevalent, and specific
management interventions (techniques) need ta be

adopted.
Stage of Change Characteristics Techniques
Pre-Contemplation Mat currently considering + Helpstaffdevelop areason
change. for changing
"ignorance is bliss" +  Validate staff's lack of
"I understandwhy you feel readiness
thatway” + Encourage are-evaluation
of current behaviour
« Emphasise exploration not
action
Contem plation Ambivalent about change. + Encourage evaluation of
“sitting an the fence” pros and cons about
change
Mot considering changewithin | = Establishwhere staffare
the next month and where theywantto be
+  Clarify: decision is theirs
“contemplators struggle to « Instilling hope
understandtheir problam, to
see its causes, and to think
about possiblesalutions”
Preparation Some experiencewith change | =  Praise decision to change
and are trying to change. «  Assiststaffin identifying
"Testing the waters” and removing obstacles to
change
Planning to actin 1 manth « Encourage small steps ata
time
+ Identifysupport
mechanisms
Action Practising new behaviourfor2-| = Reinforce reasons for
& manths change and recognise
feelings ofloss
+ Provide support and
coaching to boaost staffs
feeling of competence in
the ‘new’ environment
Maintenance Continued commitment to » Planfor follow-up support
sustaining new behaviour. + Reward desired behaviours
« Emphasise the difference
Post-8 maonths to Syears between now and the "ald
ways'

) OHDUOLOJ E\

visit us at www.newbubbles.com
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Best Teachers

John Hattie, the great evidence-
based teaching guru, has
isolated three major attributes

of the most effective teachers:

X Teachers use particular
teaching methods based on
HMGHFHR Z KDAZ RDWV-

X Teachers have high
expectations for all students

X Highly positive teacher-
student relationships

Expert teachers:

X Build respect for their
learners as people with
ideas of their own

X Are passionate about
teaching and learning

X Use challenging learning
VNV WKDW GHPDQG |
OHDUQLQJ-

X Show more emotionality
about successes and
failures in their work

X ,QYLWH VWXGHQWV WR
integrating and combining
new learning with students
prior knowledge.

X Use corrective feedback

Selecting Coaches

A college seeking to appoint a

new teaching and learning

coach should recognise that the

NH\ WR WKLV UROH LV WK
ability to build rapport and trust

with staff.

Gary Cohen, of CO2 Partners

an executive coaching company

3 believes that there are 7
TXDOLWLHV WKH &V W
be considered when appointing

someone to be a coach and

change agent:

1. Capability: Has the skill and
ability to do their job well

2.  Commitment: Has the level
of desire and focus toward
WKH WHDP:-V HIIRUWYV

3. Capacity: Has the time,
energy, and personal
management skills to
complete what needs to be
done well and on time

4. Connection: Has the
resources to complete the
work that needs to be done

5. Commonality: Shares
interests that help build
and extend the relationship

6. Consistency: Has a strong
track record of success and
acts in a predictable
fashion

7. Character: Has integrity
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TARGET SETTING AND MICRO-COACHING
Setting Challenging Targets, Measuring Progress and Evidencing the Learner Journey
By Asa Sanderson & Paul Tully

Teachers that use challenging targets effectively can turn the least motivated learners into role models and
leaders within the group. Micro-Coaching is one way of doing this!

Micro-Coaching Process

Stage 1: Teachers help learners to develop a cleaision (or goal) of what they really want
to achieve in the long term. What kind of learner do they want tebWhat do they want to |
achieve? Where do they want to be in five years? Or simpihere do they need to be by th
end of this session/week?

Stage 2: Teachers develop geer coaching structure to enable learners to make progress “
against this goal. One way of doing this so to train learnersthe art of “P IRIRFRDFKIQI

Learners are divided into pairs, triads or small groups telp each other define and clarify
ways in which their main goal could be achieved. Learners anroduced to different types
of questioning and problem-solving tools, or may useicroteaching cards (see Tool 1, page
99 WR H[SORUH HDFK RWKHU:-V PRW LGAD Y1 ®OW FHIR@® H QAV W X

Stage 3:From the peer discussion, each learner identifiess set of key milestones which are
key to the achievement of their main goal or long-term visiorhéBe milestones are
significant points along their learning journegsee Tool 2, page 9)One starting point could
be the goals/targets identified at the beginning of the course (@ at initial assessment).

Stage 4:Learners work together in small groups to set each othéd FRGRUHM \BLIHMhat will '
help them achieve these key milestones. Initial targets may berdirmed, revised or
changed in light of these peete-peer discussions whilst the teacher acts as facilitator.

Identify key
milestones

Stage 5:Assessing progress is essential to the success of this target-setting procesghe
3-4 question Mini-Test (Tool 3, page 9)s one way of doing this. Differentiated questions
can be used to make sure all learners are actively engaged anelithg stretched and
challenged 2 to do this, teachers carset one question as an individual task, one as a paired
task and one as a small group task. Teachers can use this to measure the distance-travelleg
each learner makes towards their agreed targets. Betsing differentiated questions, all
learners will have something to contributeFor a quick, well-organised and recorded
measure of learner progress the mini-test can provide thgerfect solution!

Assess Progress

Depending on the group and the time available, the teacher mayatketo be more directive with some learners in order to

keep the target-setting process realistic and focusedoEnsure these methods are used regularlgeneric, re-usable

handouts DUH DQ HIIHFWLYH ZD\ IRU WHDFKHMRXW{RHAYadge B)DHe HantlGuisica®be D¢ H U - V
ERWK WR PDS WKH OHDUQHU-V MRXUQH\ GXULQJ D VLQJOH

session and/or their progress in an entire module /

course year.

The design of the handout can be adapted to the
level/prior attainment of each group, but is
essentially constructed around 5 central information
requirements (see diagram opposite). These
requirements outline what teachers need to
capture, what learners will need to know and what
observers will love to sedsee page 9 for an
extended description).

kkkkkkkkkkkkkkkkhkkkkkkkkkkhkkkhkkkhkkkx

In summary, the benefits of micro-coaching are

multiple: learners take ownership of their progress,

WH UHFRIQVH HDFK RKHUV DRKIHYHP HOV WH

SURYIGH VRGMWRQV VR HORK RIMHUV SUREBP V \WH

develop important analytical and communication

skills as peer coaches, and they produce a physical record of their progress in-session.

$VD 6DQGHUVRQ LV D )UHHODQFH &R/MHFVRQ@ WBKHHEK QXTUXNKH UL YGEXE DWR BERIO1IHZEXEEOH YV

visit us at www.newbubbles.com
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TEACHING TOOLS FOR IMPLEMENTING MICRO-COACHING
The following microF RDFKLQJ WRROV DUH UHSURG XF H® @GWHWRIQHDIH § PXWVMRIQBLQVBURIUHV V-

The use of micro-coaching underlines the importance of learnaeking responsibility for the
setting, reviewing and achieving their learning targets andreer goals. It is an empowering
process for learners and puts reflection at the heart ohé target-setting process.

Tool 1: Micro-Coaching Cards - Exploring and Refining Learning Goals / Vision

Learners are given some or all of the micro-coaching cards anskithe questions to explore

HDFK RWKHU:V FDUHHU JRDOV [IRWSNVWXWLRQIN R & KHR WR XD WH R @R/PIH

examples are provided here, and you can easily make up yowvn. ,
www.outstandingprogress.co.uk

Tool 2: Identlfylng Key Milestones Tool 4: F)rogress Handout

Creating a handout for recording
learner progress around the
following structure will provide
robust evidence of how each learner
is doing in the classroom:

Module Aim: « « « « « «

XLearning Outcome 1:

'"HVFULEH KRZ WR««
XLearning Outcome 2:
'"HPRQVWUDWH KRZ WR«««

XLearning Outcome 3:
(YDOXDWH ZK\«

Recap3Three Questions:

$QVZHU ««««« VLPSOH 4
$QVZHU RS PRGHUDWH 4
$EVZHU ««««« DGYDQFHG 4

Learning Activities:

X Get learners to make notes about
what they have learned from each
learning activity

X Include 3-5 new vocabulary terms
which have to be defined by the end

Tool 3: Mini-Test 2 Assessing Progress Three Question Test: ofthe Sess':n' .
Against Short-Term Targets or Learning Assessment? Three Questions:
Qutcomes X ,QGLYLGXDOO\ LGHQWLIW:QGLYLGXDOOV LGHQWLI\«

X ,Q SDLUV H[SODLQ««

For a quick, well organised and recorded 7@ BIPILAYHEO DG« X ,Q VPDOO JURXSV HYDOXDW

measure of learner progress the mini-test x Working in small groups of four you

: . Skills Developed? learners
can provide an ideal way to end thelessor QHHG WR HYDOXDWH ««

complete a table to say what they
have learned in respect of:

X Equality & Diversity
Asa Sanderson is a Freelance Coach in the Further Educat&ettor & NEMSE BIgEne 12
X Employability skills

visit us at www.newbubbles.com
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COACHING TEACHERS AFTER A GRADE 3 OR GRADE 4
LESSON OBSERVATION

By Joanne Miles (2013)

There is a widespread perception that the new Common Inspectiaafework (2012) has raised the
bar for standards in T&L. Teachers are stating that a gim2 under the previous inspection framework
will now be graded 3, due to the greater attention on 1/ the leaer 2/ learning and 3/ on the impact
on learner achievement. Consequently, in some colleges there am@w higher numbers of teachers
being graded 3 or 4. Mentoring or coaching staff in thigpition can be a challenging process. It is
sensitive work and requires a skillful coach or mentor to gvide the required support.

Attitudes and opinions

X Teachers can feel that they should not have been given the grader3abecause they dispute the comments from the
observer and their judgment on what happened in the lesson

X Some people feel the person who observed them was not an appriate observer as they did not have a related
teaching background

X Teachers who have previously gained a grade 2 or 1 redatthe implication that somehow they have somehow
"GHWHULRUDWHGU DV D SUDFWDW.IRRHU VLQFH WKHLU ODVW REVHU

X Some people dispute the validity of the whole observation pess, feeling it cannot accurately represent their pracg

7KH VLWXDWLRQ LV DQ HPRWLYH RQHVKG®GVHD EKHRDWY \UW R FINPLSFDQV KELRVAHH ZUL AVEKT

Reactions and Behaviours

X THDFKHUV DUH UHVHQWIXO DQJULW R RWW DN K BWDREINDD D WIR« JHB/R Q - W |
IHHGEDFN« WKDW REVHUYHU ZDVQ -WIEQR WERHWXGBGEBRXRHRARDVYXEGMBV¥VKHUH

X THDFKHUV FDQ EH GHPRUDOLVHG DQGIGRQIDLW H G AHQ IGQ VW RIAit & aRRHAd AHHTHRK
LQ WKDW OHVVRQ« , WKLQN , MXQW PHYVHGCGWY D GCOQVWNVUXHWWGERDPR G VWUFH

X THDFKHUV FDQ EH TXLHWO\ UHVLVVDQWHWR DMKH ZXeBEeHIBHEWQIRIG R HQ W
good idea to trypwhile secretly having no engagement with the conversation and noeintion of changing anything

X THDFKHUV FDQ EH RSHQ WR WKH SYRHQWD © RGAREHYYIKAD Bdeen @GHssue @R
PH DQG ,-G OLNH WR ZRUN RQ LW«

Pointers and tips for coaches and mentors

For coaches and mentors who are supporting staff in thesefitilt situations, it can be helpful to:

Xx 6WD\ IRFXVHG RQ WKH IDFW WKDW DRXGDWUBI\ VXS $\RRU &H © Bl \RKSH WKHHDLRK SIUD F
tick box exercise that only deals with the observed developnt points. Try to engage the teacher in an honest
discussion about areas that challenge them and their learners..

Xx 6WD\ DZD\ IURP MXGJLQJ WKH REVHWXHW KHQW HBHIMKWM UQV LSRARALEKDGE M XV W L
XQIDLUQHVV RI WKH IHHGEDFN <RX KXGHE  WKWWHKIHSB B G HXR L@ XWKBIQOW V \
feedback report is very vague or too general, you maged more info from the observer. If the teacher totally digtes
the grade, signpost the process of challenging it formally dsig is not your role.

x Give the teacher space to let off steam. When a teacher i&ta angrily to a grade, it can take several meetings for
them to be able to focus on a developmental conversation. Setimes the coach needs to just listen, show empathy
without stoking the fire, and then re-iterate their role in therpcess. Watch for the energy change or language shift that
shows it might be a good time to re-direct the conversatimnto developmental topics.

X Be careful about wanting to solve it all for them and floodingeém with suggestions and materials, because you feel
sympathetic and want to help! Your role is to encourage letion, extend thinking and application, encourage
experimentation, reduce blocks and enable the teacher to thinkeir way through the process in their own way. Avoid
DGYLFH WKDW HQFRXUDJHV WKHP WP HKRGJ - i®Kely@tesdtdige 8a2izQV DQG WH
performing unnaturally in a re-observation. Instead plan iully some meaty questions to help them think deeply.

x Try to find real areas of interest for that teacher earbn. Sometimes a quick peer observation (i.e. you watch the
teach and they watch you teach) is a good way to build tt@nd start a real conversation about learning.

X Ensure you are clear on what you should be noting down in your duoiag sessions and where and who will see these
written minutes as confidentiality is key to trust buildingCheck this with your leader.

X Realise that in some cases people are not ready or willinggngage in this process with you or anyone. This can mean
they are evasive, miss meetings, block communication witbuw If this happens, talk quickly to your coaching leader
for confidential advice, as it often needs to be addressed lbtlye coaching leader or manager instead of the coach.

X Watch other more experienced coaches during a coaching sem. You can learn a lot from their choice$ in terms of
what to say, what to ask and what to ignore. o _ _ )

Joanne Miles is a freelance consultant in coaching and obserion

visit us at www.newbubbles.com
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GIVING GREAT FEEDBACK

-RKQ +DWWLH:-V ZRUN RQ T:KDW :RUNV:- LQ WKH FODVV URSRIpays useful for the coach

. g . . or mentor to be able to spot the
identifies good feedback as the essential lubricant of different forms of defensive

effective learning and achievement. Good feedback can reaction that can be present in a
improve learning by 50% in a given timeframe (Petty on feedback conversation:
Hattie, 2003) Jennifer King (1999) describes

four types of response that the
", VKDOO DOZD\V EH D IORZHU JXWAH WR 3URIHVVRU +LJJLQV Etédcize/mentee may exhibit:

DOzZD\V WUHDWY PH DV D IORZHU JLW®R « %XW , NQRZ , FDQ EHX%|O-DG

aming- ", W V QRW P\ IDXC
you because you always treat me as a lady, and always What can you expect when

ZLOO«u 0\ )DLU /DG\ WKH SDWLHQW ZRQ W O
L x Denial-", FDQ W VHH DOQ\
Factors that affect motivation in tasks: SUREOHP ZLWK WKDWp

X Rationalisation- ", YH KDG D

People are motivated when they are: SDUWLEXODUO\ EDG ZH|
X Clear about what is expected 'RHVQ W HYHU\RQH GR
X Supported by managers or supervisors X 'ngelr_‘V’ YH KDG HQRXJKF
X Recognised for their efforts ] ) ! )
X Contributing in a way which is positive and recognisabl r}fér;%ﬁiob@ﬁzc?ohﬁfsstﬂgtecggthe
X Free to express their views and ideas occur in coaches or mentors
X Challenged in a way which helps them to develop and be mareative when they encounter such

TfGHIHQVLYH- UHDFWLRQV

Therefore, feedback has to be: x Obligation- , P Gbowd

X  Descriptive - of the behaviour not the person WR WHOO \RX WKLVu
X  Specific - rather than general x Moral high ground-",W V IRU
X  Sensitive - to the needs of the receiver (as well asetigiver) ‘R XU RZQ JRRGH
. ) . X Burying and fudging Taking
X  Focused - on changeable behaviour i.e. things that tkeachee can control a long time to get to the point
X Timely-JLYHQ FORVH WR WKH HYHQW EXW GWSHQGHBRML RIQ AR EKEMany UHDGLQH
X  Selective - looks at one or two areas to address irelevancies

X Minimising- "'RQ W ZRUU\ LV
not such a big deal. Everyone

Jennifer ang (1999), a chartered psycholo.glist, asked_ medical j[rainees to idéfy the GRHV LW DW VRPH WLP}
characteristics that made feedback a positive or negae experience: x Colluding- "<RX UH SUREDEC
right, perhaps | am
Most Commonly Gted Positive Features Most Commonly Gited Negative Features RYHUUHDFWLQJU
9 mutual respect 9 public humiliation The important point for coaches
9 specific praise or criticism 9 FRPPHQWYV RQ SHUVRQDOLW\ { <aRddnddtbtdisd¢e recognise
9 agenuine desire to help 9 no opportunity for a two way discussion when these behaviours occur
9 allowing time for discussion 9 lack of personal interest and remove them.
9 too general .
: Better responses for dealing
9 too little too late with resistance include:
x Name and explore the
STRUCTURING GREAT FEEDBACK resistance - <R X VHHP
bothered by this. Help me
King (1999) describes a 4-stage model for conducting febdck sessions where the aim is XQGHUVWDQG ZK\p
to support the coachee/ mentee to achieve something that thegannot yet do: x Keep the focus positive -
/HW V UHFDS \RXU VWU
and see if we can build on
V R\ 1. The trainee is asked to start by identifying his or her own strengths any of these to help address
OHDUQH . ) WKLV SUREOHPY
JVWDQG E.QThe trainer reinforces these and adds further strengths X Try to convince the trainee to
. . . . . own one part of the problem -
3. The trainee is asked to identify areas for improvement "6R \RX ZRXOG DFFHSW
. . . . that occasion you did lose
4. The trainer reinforces these, adding further areas if necessary. \RXU WHPSHUpU
X Negotiate-", FDQ KHOS \RX
. L . . with this issue, but first |
The danger is to start at stages 3 or 4 which immediatebuts the person on the defensive. QHHG \RX WR FRPPLW W
. S . x Allowtimeout-"'R \RX QHHG
$V .LQJ H[S ODL Q V wdrky nHhe/sihpleX grid¢igle) éf an emotional bank some time to think about
balance - withdrawals cannot be sustained without credits place first. It also embodies, WKLV"u
that crucial balance of support and challenge. It does not allowtteér party to downplay X Allow time out -Do you need
VWUHQJIJWKY RU WR GXFN GLIILFXOW LVVXHV p Svf\’/”&eL“\Tﬁfﬁothmkabout

K th ibility wh
From King, JBMJ 1999;318:527200 X belongs - [KDW ZL0O \RX ¢

WR DGGUHVV WKLV"u

visit us at www.newbubbles.com
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MODELS OF GIVING FEEDBACK

There are several models and frameworks for giving feedida which aim to ensure that it is
specific, fair and useful to the learner.

02'(/ 3(1'/(721-6 58/(6 3HQGOHWRQ

A common model for giving feedback was developed by Perdie(1984), originally for
clinical education settings, but there is some merit for imdoption in teacher observations.
Check the learner wants and is ready for feedback.

Let the learner give comments/background to the material thas being assessed.
The learner states what was done well.

The observer(s) state what was done well.

The learner states what could be improved.

The observer(s) statéow it could be improved.

An action plan for improvement is made.

No o~ RE

Although this model provides a useful framework, there havediesome criticisms of its
rigid and formulaic nature.

02'(/ 6(7-*2 6LOYHUPDQ

A useful feedback model which combines group and individudéments. This is effective in
learning activities using peer coaching /assessment in whidbarners give feedback to
other learners. Relevant activities where this model could bgpglied include:

X A peer critique of art work or drama performance
X )J)HHGEDFN RQ DQRWKHU JURXS:V SUHVHQWDWLRQ
X  The completion of a procedure or task under peer obseriat

The feedback is conducted in the following sequence:

Page 11

Simple questions for the mentor
and coach to help foster
reflection and insight might
include:

X What were you trying to
accomplish?

X How did you go about
completing the lesson and
solving problems you had
along the way (process)?

X How do you know if you were
successful?

X What did you do well
(strengths)?

X What did you have difficulty
with (weaknesses)?

X What have you learned from
this experience?

X What would you do
differently?

X Where could you go to get
more information?

1. S-WKH WHDFKHU DVNV WKH S6$H{spEdRi® Bdsttiptive) KDW WKH\

2. E-the teacher asks the peer coaches whd#L.SE they saw (stretching, elaborative)

T- the teacher asks the learner what theJHOUGHT about the activity (encouraging
them to problem solve any difficulties they encountered), artden THANKS them for
their effort

THE DISC MODEL
DISC is a model of feedback

7KH WHDFKHU PLJKW HQJDJH LQ D QDHREHQUVRI WRKISVHR Y 6 18® 0e993%er Bgnie" is

the end of the activity, the teacher uses the whole-group to:
4. G- Clarify newGOAL(s) arising from the feedback sessions.
5. O- Asks the group foOFFERS on how these goal(s) could be achieved

%2267

1. B- Balanced: includes both positive and negative points
2. O- Observed: the coach gives examples of performance that yHeave personally

tackling performance which
is not meeting a required
standard, and where there is
a likelihood of a difficult
conversation ahead:

Describe the situation 2
provide a detailed account of
the performance/ behaviour
and the standards not being
met.

Impact 2 describe the
effects, physical, financial,

REVHUYHG DVVXPSWLRQV KHUHYDWKSUHRD RN HH YS VA LEMbibRSH t(REQoADHd eH

not acceptable

3. O- Objective: feedback should be factual and based on actionghar than your
personal relationship to the coachee

4. S- Specific: feedback targets particular behaviours and supported by relevant
examples. Exactly how or why was the action performed welbadly? Avoid
generalisations.

5. T- Timely: feedback should be give as close to the event aspible to ensure accuracy
and effectiveness.

visit us at www.newbubbles.com

others, yourself etc when this
behaviour occurs

Specify what needs to

change 2 state what needs

to change and HOW it can be
changed.

Consequences - state what
is likely to happen when the
behaviour is changed or not
changed.



A Newbubbles Public ation

Page 12

SOLUTIONS-COACHING FOR QUALITY MANAGERS

There are FOUR main tools
used by effective solutions-
focused coaches:

1. The Miracle Question

This question asks the coachee
to described in detail how his
situation would be if a miracle
had happened and the problems
he now faces had been solved.
Inviting the client to visualize his
life when the problem no longer
exists has a surprisingly strong
effect.

2. Positive Bxceptions

There are always exceptions to
the problem, situations in which
the problem is not happening, or
to a lesser extent than usually.
The coach asks the client to
search for past occurrences
when this exception has taken

NEWBUBBLES CPD EVENTS: 2015 e e el

its specific features.

3. Using Scales 2 Misualising
lIHZEXEEOHYV 2 ([SHUWV LQ )XUWKHU (GXFDWLRQ Progress
OFSTED Ready The coach asks the coachee to

. . imagine a scale from 0 to 10.
Date Event Location Trainer The 10 stands for the situation

5DLVLQJ WKH %DU ORYLQJ WR ¢ in which the coachee has fully
&DUH (DUO\ <HDUV &URVGRQ O5LFKDUG ORRUH + achieved his goals; the 0 stands

for the situation in which the
(PEHGGLQJ )XQFWLRQDO 6NLOOV #BI\\Z{%L Y HH WO\ L&KW W RHF N problem happens at its worst.

9RFDWLRQDO 3URJUDPPHYV $ss§ VEXSVHOO +RGVRQ The coach asks the coachee
where s/he is now on that scale

7KH 6XFFHVVIXO &XUULFXOXP 0 &UR\GRQ +HOHQ *URYHV el L il el 6l e Gzl

means to him/her. Next, the

coach asks the client what the

197,218/ )( &21)(5(1&( 7+( /($51,¥RQGRQ :LWK 3URI 5REHU situation would look like on the

5(92/87,21 +HDWKURZ

next step of the scale. The focus

. is on visualizing things being a

09.06.15  The Outstanding Personal Tutor* Croydon With Dr Abi Lucas little better. Step by step
progress is being made. Taking

&UHDWLQJ DQG 6XVWDLQLQJ ZX%ﬁ\%m%bQPRW@}}HQ&U +ru (Small steps is essential. Small

7THDPV steps require only minimal effort
but their effects can be large
$FKLHYLQJ *UDGH LQ /IHDGHUV &UR\GRQ OLNH 'DYLV becausetheyoﬂenunexpecte(ﬂy
start off a chain of positive

(PEHGGLQJ ODWKV 3UDFWLFDO %ﬁ:\u EKHV IN( ts.
THDFKHUV %‘ E'BQ HZOHﬁ_Lh )ULWK events

'DYH %DEHU 9% U C 4- Compliments

$FKLHYLQJ *UDGIKDYRAGRHNUQL %UDFNQH A solution-focused coach
ILIKWERG\ frequently compliments the

PEHGGLQJ 6WUHWFK &KDOOH! . coachee, both directly and
éSSURDF%HV IRU )( 7THDFKHUV &UR\GRQ 7RQ\ 'DYLV indirectly. Adi_rect compliment

. . ) ) might be: °I think you handled

*Cost of this event is £149.00 + VAT **Cost ahis event is £169.00 + VAT that fantastica”y!‘ An examp|e
***Cost of this conference is £289.00 + VAT of an indirect compliment is:
"how did you manage to

To book yourself onto an event, please e-mailadeonetraining@ewbubbles.com. accomplish such a difficult

WDVN"- /QGLUHFW FRPSO
If you can offer a training specialism and your backgmod is in further education, we would like to talk invitations to the client to
compliment him or herself on

. what they have achieved.
Next issue ...
Effective Gpaching

John Adair (2003) Assessment for Learning

visit us at www.newbubbles.com



